Background: harassment at the workplace in Egypt is still a hidden problem and most organizations do not have a policy to combat it. WHO/ILO defined harassment as "repeated and over time offensive behavior through vindictive, cruel, or malicious attempts to humiliate or undermine an individual or groups of employees". Objectives: To find out the proportion of harassed workers among the studied workers, to determine causes and forms of harassment among the examined workers, to find out the psychosomatic and psychological manifestations among the studied workers and to identify the pattern of quality of working life among the harassed workers. Methods: A cross -Sectional study was conducted among 1127 workers. The workers were investigated with regard to forms of harassment. All harassed subjects were examined to explore the associated psychosomatic and psychological manifestations and also to identify the pattern of quality of life among them. Results: 71.3 % of the studied workers have experienced harassment at the workplace. The most prevalent forms of harassment among the examined workers were: discount the person's thoughts (64.2%), screaming at him (53.1%), refuse reasonable requests (49.1%), and regular, unfair criticism in front of colleagues (39.7%). The main factors which encouraged harasserS were: need to meet deadline (91.2%), excessive workload (83.7%), keep workers alert and active (79.6%) and low performance on the part of workers (67.3%). The most prevalent psychosomatic manifestations were; loss of concentration (60.7%), insomnia
Introduction:
Harassment is one a variety of behaviors that may be covered under the Prevalence of depression among the harassed workers was 26.6% and manifestations of posttraumatic stress disorders were; recurrent recollection of the event (31.6%), recurrent distressing dreams of the event (33.3%) and feeling as if the traumatic event were recurring (24.2%).%). Conclusions: 71.3 % of the studied workers experienced harassment at the workplace. Recommendation: Policy against harassment at workplaces could be addressed as an element of occupational health program. Key words: harassment, psychosomatic, psychological, quality, work, life. As harassment mainly targets the mind of the target worker, psychosomatic disorders are expected to be prevalent among the bullied workers. Psychosomatic medicine emphasizes the unity of mind and body and the interaction between them. To meet the diagnostic criteria for psychological factors affecting a medical condition, the following two criteria must be met: a medical condition is present and psychological factors affect it adversely (Kaplan and Sadock, 2005) .
Harassment at the workplace in Egypt is still a hidden problem and most organizations do not have a policy to combat it. The absence of a clear policy gives the bullied workers no way for complaining and at the same time encourages the bullies to continue in their way. The present study tried to throw light on the problem of bullying at the studied workplaces and to find out the impact of this phenomenon on the health of the studied workers.
Aim of the study: To find out the percentage of harassed workers among the studied workers inside the selected workplaces, to determine causes and forms of harassment among the examined workers, to find out the psychosomatic and psychological manifestations among them and to identify the pattern of quality of working life among the studied workers. 
Study design:
A cross-sectional study was conducted in 3 phases: preparatory phase (visit to the site of the study, definition of target population, preparation of checklists, pilot study, sampling and ethical consideration), Implementation phase (data collection before and after the intervention) and evaluation phase (data entry, statistical analysis, results, discussion, conclusion and recommendations).
Target population:
The workers (blue collar) and the Proportion, Range, Mean ± SD and Z test were the statistical tests used for analysis of data. P value < 0.05 was accepted as the level of significance.
Results:
Table (1) It was also shown that the mean years of experience of harassment was 12.1± 0.6.
It was observed that the overall prevalence rate of harassment among the white collar workers was 22.2% while it was 49.1% among the blue collar workers. It was observed that the total prevalence rate of harassment among the studied workers was (71.3%). It was observed that 67.3% and 82.3% of the blue collars and white collars were harassed, respectively. Table ( 
Discussion:
The prevalence rate of harassment among the studied workers/employees in the present study was 71.3% with higher prevalence among the blue collar workers (table 1) (Leymann, 1996) .
The present study found that the prevalence of depression among the harassed workers was 26.6% (table 4) . This might indicate a strong association between workplace harassment and the development of depression. Brousse et al. (2008) reported higher proportion of depression among workers suffering from workplace harassment (52%). This might hypothesis that whenever workplace harassment goes unresolved the harassed workers will be in continuous risk of developing depression during their working life. According to the study of the members of the UK's Royal College of Nursing, harassment was the 'single most significant variable associated with a lower level of psychological wellbeing, with the strongest effect being felt by those who were most frequently exposed (Ball and Pike, 2001 ).
As seen in (table 5) the quality of work life among the harassed workers was lowl. Also, it could be postulated that low quality of work life might be a cause of specific phobia at workplace as seen in (table 4) . Review of the literature showed that there is a growing awareness that workplace harassment is not merely episodic individual problems, but structural strategic problem. So, any action taken against such problem should be considered an integral part of the organizational development. Preventing harassment in the workplace is not only possible but also necessary. The health, safety and well-being of workers are integral parts of enterprise growth. So, the impact is not only on traditional direct and indirect costs (such as accidents, illness, disability, absenteeism, turnover, reduced morale, reduced commitment), but also on the organization development (Di Martino, 2002) .
